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Abstract 
Given that we live in is a society founded on knowledge and continuous development, it is not surprising that an 
increasingly number of companies encourage and even include in their strategies for developing human resource, 
programs that provide lifelong learning. The role of these programs is clear: the development of staff capacity, 
which is reflected in the future performance of the organization. 
This article  to analyze the benefits of lifelong learning programs applied to employees on the economical 
performance of Romanian companies. The research form is a quantitative one - a questionnaire administered to a 
representative sample of companies which operates on Romanian market. 
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1. Introduction 
Nowadays, the pace with which the world is changing is more and more alert. The internationalization of domestic 
economies, the interdependence of issues and nations, the opportunity to think and act globally have forced us all to 
note that a new political-economic regime is at hand. Technology has created opportunities for the movement of 
goods, services and techniques as never before (Lee and Carter, 2009). In order to create for themselves a 
competitive advantage, in such a dynamic environment, companies have realized that having the newest technology, 
a good financial stability, a realistic long term strategy or the best costumer loyalty plan is often not enough. Is the 
developing this resource, by involving it in the so-called lifelong learning programs. 
As specified by the OECD in their 2007 report  Qualifications Systems. Bridges to lifelong learning  the 
strategies for lifelong learning respond to the convergence between the economic imperative dictated by the needs of 
the knowledge society and the societal need to promote social cohesion by providing long-term benefits for the 
individual, the enterprise, the economy and the society more generally. The skills and competence of the workforce 
are a major factor in economic performance and success at enterprise level. For the economy, there is a positive 
relationship between educational attainment and economic growth. 
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2. The lifelong learning concept 
The lifelong learning concept might be defined as a personal or professional pursuit of knowledge throughout our 
entire lives that is both voluntary and self-motivated. On one hand, it facilitates personal development and social 
inclusion, and on the other hand helps competitiveness and employability (www.ideadrivers.com/lifelong-
learning.html). It might be considered that the characteristics of the lifelong learning concept are: 
 It takes place all throughout life and in a wide range of situations.  
 It is highly influenced by the constant scientific and technological innovation that has a profound effect on 
learning needs and styles.  
 Learning can no longer be divided into a place and time to acquire knowledge (school) and a place and 
time to apply the knowledge acquired (the workplace).  
 It takes place on an on-going basis from daily interactions with others and with the world around us. 
At the European single market level, lifelong education plays a crucial role and is considered to be essential for 
the development of society and hence the economy. This is supported by a series of programs that are open to all the 
European Union member states citizens. The overall objective of these programs is to contribute through lifelong 
learning to the development of the European Union as an advanced knowledge society with sustainable economic 
development, accompanied by a growth in quantity and quality of jobs and greater social cohesion, while ensuring 
good protection of the environment for future generations. Also, the programs promote mutual exchanges, 
cooperation and mobility between education and training within the European Union member states so that they 
become a benchmark of quality worldwide (Nicolau and Musetescu, 2011).  
The Lifelong Learning Programme (as presented in the DECISION No 1720/2006/EC OF THE EUROPEAN 
PARLIAMENT AND OF THE COUNCIL of 15 November 2006 establishing an action programme in the field of 
lifelong learning) shall have the following specific objectives: 
(a) to contribute to the development of quality lifelong learning, and to promote high performance, innovation 
and a European dimension in systems and practices in the field; 
(b) to support the realization of a European area for lifelong learning; 
(c) to help improve the quality, attractiveness and accessibility of the opportunities for lifelong learning 
available within Member States; 
(d) to reinforce the contribution of lifelong learning to social cohesion, active citizenship, intercultural dialogue, 
gender equality and personal fulfillment; 
(e) to help promote creativity, competitiveness, employability and the growth of an entrepreneurial spirit; 
It is, therefore, obvious that the activity of companies in various international markets is influenced in many 
ways (but not exclusively) by the level of education of its employees and by their desire and disponibility to engage 
themselves in lifelong learning programmes.  
3. Methodology of the study 
As part of the single European market, the Romanian market is constantly growing, is getting more 
competitive and generally, is known as one in which the human resource development is very slow. Taking that into 
The degree of 
marketing activity implementation on organizations on the Romanian market analyzes if 
there is a close connection between these types of programs and long-term employee performance with influence on 
the organizational development  
The research form used is a quantitative one - a questionnaire with 44 questions, administered to a 
representative sample of companies which operates on Romanian market. It has 5 parts and each of them analyzes 
the marketing management 
between marketing, lifelong learni questions are presented here. 
The questionnaire was administered between January 2011 and August 2011, to a total of 360 organizations 
from the Romanian market. 
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4. Results of the study 
The results of the study are briefly presented further. 
We consider to be relevant he number of employees of each respondent organization, especially if we take into 
account the link between the size of the human resource and the investments in lifelong learning programs. So, from 
the 360 organization questioned, the majority (40%) has between 51 and 250 employees, 31% reported 11-50 
employees, 25% between 1-10 employees, 3% between 251 and 1000 and 1% over 1000 employees. 
  
 
Figure 1. Distribution after size of the company 
 
Also, it is relevant to the study the geographic origin of each company, because the organizational culture plays a 
very important part when it comes to the development of human resource. The results show that most of the 
strong organizational culture that puts the employee in the center of 
their activity. However, it is very likely that, even these companies have abroad managers who know the importance 
of such programs, especially is we take into account that Romania is part of the Single European market. 
 
                        
Figure 2. Distribution after geographic area 
 
When asked if they believe that LLP are important to the development of the human resource and, therefore to 
the development of the company, 61% of the respondents considered LLP to be very important, 28% consider it to 
be important and 11% said that LLP are not that important. The results were influenced by the fact that the 
investment in such programs are particularly high and so are the risks involved. This is why only medium and large 
companies, which usually activate on international markets, really afford to run such programs. 
 
 
Figure 3. Distribution after the importance of LLP within the company 
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When asked if their company runs lifelong learning programs, 76% of respondent companies said that they run 
some kind of LLP, but, in reality, few of them really have a strategy in this area. 
 
 
Figure 4. Distribution after the the access to LLP within the company 
 
Also, the majority of companies offer to their employees LLP that develop work skills and social skills  
trainings specially -, and a small part of them offer LLP that develop legal competencies or other kind of LLP.  
The majority of the respondent companies said that all their employees share equal access to organized 
LLP, but the level of education plays a very important role when it comes to the category of programs that can be 
accessed. 
 
Figure 6. Do all employees share equal access to organized LLP within the company? 
 
vation to involve staff in lifelong learning is, in most of the times, linked to performance, 
but the employees motivations when they decide to access a LLP program are more vast.  So, the most important 
motivation is wage and other financial valuation  71%, followed by the need for learning and personal development 
opportunities  12%, recognition of superior, colleagues and community  11% and last, career and professional 
success  6%. 
 
Figure 7. Distribution after type of motivations for employees 
 
It is very important for the companies to know the results of their investment, so, when asked how often do they 
evaluate the staff involved in LLP offered by the company, most of them said that they do it annually  55%, half-
early  28%, 6% quarterly and 1  
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Figure 8. How often does the company evaluate the staff involved in LLP? 
 
5. Conclusions and proposals 
The Romanian market is a very specific one, characterized by a series of paradoxes, but, at the same time is a 
market with a lot of opportunities and with one of the best human resource in the European Union. The real problem 
is that lifelong learning programs are scarce, both in public institutions and private ones. The reality that everyone is 
facing nowadays  the economical, financial and social crisis  forces everyone of us to do something for a better 
competitive advantage. And lifelong learning offers this opportunity, first for the individual and his personal 
development and second for the organizations that have understood that the most important asset is the human 
resource  the better prepared is, the biggest the -life needs 
to became even more of an imperative, as skills acquired in schools and in the workplace become obsolete more 
quickly and new and more complex skills are needed to respond to accelerating technological change, and to 
effectively use new information and communications technologies. The results of the study showed that employees 
that have received in-firm training are also found to be more productive, earning higher wages than those without 
any form of training.  
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